Abstract. The main purpose of this article is to show dependencies between education and gender based on selected motivation factors. In order to obtain relevant data, the questionnaire method was used. In the years 2013-2016, 26,416 respondents participated. Descriptive statistics was used for data processing; the relationship between two categorical variables was verified by the chi-quadrate test and Tukey's HSD test. The results of the research proved the hypotheses; i.e. that there are significant differences in motivation factors among Slovak employees related to their gender and education. The most significant motivation factors included basic salary, job security and a good working team. The paper presents an original verifiable methodology that can be used in research of a similar focus in other European countries. The research results point to the potential of various alternatives for business managers responsible for preparing incentive motivation programmes related to the analysed factors.
Introduction
This article presents an analysis and statistical evaluation of educational and gender differences in the employees' motivations. The authors have been conducting this survey for a long time, and its main purpose is to provide an information database to address the need to prepare different variants of motivational programmes from the point of view of analysed factors, from the point of view of the level of education and gender as well as from the perspective of the most preferred motivation factors among the employees.
One of the main tasks of a manager is to motivate employees in their organization to improve their work performance. The quality of the relationship between manager and employee is therefore one of the most powerful elements influencing performance and motivation (Fiľa et al. 2015; Chromjaková 2016) . According to Kampf and Ližbetinová (2015) , human sources became the most important and most expensive factor in manufacturing. Thus, human sources are the main assets to achieve the pre-set goals (Irum et al. 2012 ) of the company. Management of employees starts with the selection of a new employee and continues during his or her performance in the company (Stachová et al. 2015) . Therefore, formation of a professional, positive and respectful relationship between employers and employees affects attitudes and satisfaction of employees (Lussier, Achua 2013) .
The process of motivation itself is a process in which each person has certain needs that he or she seeks to satisfy and which influence his or her actions in a certain direction. This in turn leads to a certain response and the ultimate achievement of individual satisfaction. Most managers assume that financial evaluation is the most important factor in motivation, however, there are also many other motivation tools (including non-financial ones), for example job security, employee's recognition, further development in expertise, colleagues' recognition and many others (Hitka, Balážová 2015) . However, managers should bear in mind that each employee is a specific person with special needs and requirements. Many attributes such as gender, age, education, duration of employment, and work category can significantly affect the level of motivation. Other motivation factors may include immediate staff needs and their immediate satisfaction. In the long run, employees' needs seldom considerably change, and therefore it is possible to define employee motivation needs based on research and then apply the research to their management.
Differences in employees' motivation according to gender and education
Work motivation is related not only to the employment sector, but also to other factors such as age, gender and education, especially at the management level. Eskildsen and Nussler (2003) , for example, found out that high level of work motivation could lie on the fact that highly educated employees hold higher positions and receive more challenging tasks. Significant differences have also been identified between men and women (DeMartino, Barbata 2003) .
Research of gender-related motivational differences is based on the idea of fundamental differences between men and women, i.e. on the existence of gender stereotypes. These stereotypes can be viewed within the historical context of male hegemony based on the gender differences in priorities and within qualitative differences between people. For example, according to Peterson (2004) , men prefer self-employment and seek help from those in authority. On the other hand, women prefer to work interactively and seek help from colleagues with whom they are in working group. Current research shows that, although there are many similarities between male and female entrepreneurs, there are also several differences between them (Ryan, Deci 2000; Moran et al. 2001) . Buttner (1993) argues that women are influenced and motivated more by family needs, whereas men rate economic motives among their priorities. Further, women often start independent business career simply to avoid subdued position of an employee in their former workplace. Milne (2007) summed up the gender-related differences in entrepreneurial performance and motivation; the difference can be caused either by woman's social status that disadvantages and limits women, or by direct discrimination of women.
The feminist understanding of the reasons of discrimination of women at workplace also includes the fact that flexibility (related to her family) and the desire to create economic wealth are often women's motivation. These two aspects are, in Milne's view, linked to social feminism. However, studies of liberal and social feminism have come to a surprising conclusion that women have more substantial financial motivation factors (Arnania-Kepuladze 2010).
On the other hand, men long for independence, power and status, self-reliance and success (Sumita 2014) . For men, there are more significant performance incentives such as financial income, freedom, promotion, challenge, and self-realization (Meece et al. 2006) .
The level of education is another area which displays significant differences in employee motivation. Nadeem et al. (2011) state there are many variables that affect the level of motivation of university graduates. These include job responsibilities, working time requirements, low wages and various problems related to subordinates' behaviour.
Many of these items have a significant impact on the employee's attitude towards his or her work. However, education can differentiate the relationship between age and further education. It is likely that adults with a higher level of education are able to work independently and continuously develop (Warr, Birdi 1998) .
According to Kanfer and Ackerman (2004) , senior employees with higher education do not need to spend the same effort in their expertise to achieve the same performance as their younger colleagues with lower education.
Analysis of education-based motivation thus leads to a conclusion that male economic behaviour can be summarized by maxims such as promotion, recognition, success, tendency to earn money and work independently. Hitka and Balážová (2015) also assume that employees with higher education and higher numbers of years of work prefer other motivating factors than employees with lower education and fewer years of working performance. The authors analyse employees in terms of education, where the results show differences in the level of motivation. Similarly, Urbancová (2013) argues that undergraduates are motivated to succeed and strive to optimize their performance.
Methodology
The aim of this research is to find out if there are statistically significant differences in the motivation of employees of Slovak companies, depending on gender and education. To determine the level of motivation, we used a questionnaire method. The questionnaire consisted of closed questions. The first part of the questionnaire examined social, demographic and qualification characteristics of the employees in the companies that were selected to be the subject of research and comparison.
Through the questionnaire section basic data such as age, gender, seniority (number of years of work in the company), completed education and job position were gathered. The second part of the questionnaire was focused on the motivation factors. Via these, data such as characteristics of the work environment, working conditions, the system of assessment and remuneration in the company, the personnel work, the social care system and the employee benefits within the company were identified.
The survey was conducted in 2013-2016. The selection of respondents was proportionately allocated across Slovakia so that the research sample covered the country's entire area. The questionnaires were distributed among all areas of business and governmental institutions and attempted to cover a variety of entrepreneurial focuses, company sizes and genders, ages and education levels among their employees. We decided to exclude the temporal factor, as the analysed factors are currently not affected by the factor of time (Hitka et al. 2014) .
Motivation factors were analysed in terms of: -financial evaluation (basic salary, additional financial evaluation, fair employee evaluation); -social security (social benefits, company vision, company name, region development, relationship to the environment, free time); -job security (workplace security, job security, content and type of work done, familiarization with the achieved work result, working time, working environment, work performance, psychological burden); -career advancement (ability to exercise own skills, work process, powers, prestige, self-decision, self-realization, education and personal growth, work recognition); -interpersonal relationships (such as workplace atmosphere, working team, communication at workplace and superior's attitude) (Hitka, Balážová 2015) . In order to avoid negative interference of the respondents, individual motivation factors were alphabetically-ordered. Employees could assign each question to one of five levels of importance (according to the Likert scale; 5 = maximum and 1= minimum).
The presented research methodology and its results are partial and verifiable in relation to further research, which currently includes the location of research in the aforementioned region as well as selected countries of Central and Eastern Europe.
Using the arithmetic mean of each motivation factor, we defined the order of importance of individual motivation factors. The relationship between two categorical variables in the context of inductive statistics was verified based on the chi-quadrate test (Pacáková et al. 2009 ).
Due to the selective nature of the data collected, the differences in the arithmetic mean of the importance of motivational factors for each employee at the level of significance α = 5% was tested by Tukey's HSD test. Tukey's HSD test is a single-step multiple comparison procedure. It is adapted for different numbers of observations in each group. It assumes independence between the levels of factors, variance of consistency, and normality. It can be used on raw data or in conjunction with an ANOVA (Post-hoc analysis) to find averages that are significantly different from each other.
On the basis of the acquired and theoretical data, we were able to set working hypotheses, which were consequently verified by the test characteristics of a square contingency. Following the table of standardized residuals (observed and expected) we state the most frequent occurrence of dependence. For categorical signs, where statistically significant dependence has been confirmed, a table of residual abilities was presented to determine where the dependence is most evident (Schmidtová, Vacek 2016) . Consequently were formulated working hypotheses: -WH1: We expect significant differences between employees with different levels of education in terms of motivation; -WH2: We assume that there are significant differences between men and women in terms of motivation; -WH3: We assume that base salary is significantly more important for men than for women, regardless of education; -WH4: We assume that good working team is significantly more significant for women than for men, regardless of education; -WH5: We assume that job security is significantly more significant for men than for women, regardless of education.
Results (empirical findings)
Questionnaires were distributed to companies both electronically and personally. In total, 26,416 respondents participated. Respondents were of various age, education, seniority and job positions. The characteristics of respondents are provided in Tables 1 and 2 . We used the STATISTICA 12 software (StatSoft 2013) to evaluate obtained data. On the basis of the average values of importance, we selected three of the 30 most important motivational factors analysed for the purposes of the work. This is the basic salary as part of financial incentives, a good working team as part of motivation factors in the field of human relations and job security as part of social security motivation factors. Table 3 lists the descriptive characteristics of the selection mean, the standard deviation, and the 95% confidence interval for the base file diameter. This means that, with a probability of 95%, the respondents will evaluate the motivation factors listed at the level of the calculated average. 
Motivation factor: base salary
Every employee deserves to be financially rewarded for his or her performance by salary. Salary reflects the cost of labour. It also takes into account physical and mental labour demand, necessary education and practice. Salary can also be a stimulus through which it affects employee's work performance. We found out that 89.59% of the respondents rated the basic salary as "very important" and "important" (Table 4 ). In the Likert scale, the aforementioned research result was considered in all levels of education as important (4) or very important (5). Based on Pearson's chi-quadrate test, we confirmed that the level of education and motivation factor base salary are interdependent (p-level ˂ 0.05) ( Table 5 ). We thus confirm WH1 for the motivation factor base salary. Using the Tukey's HSD test, we rigorously tested the average values of gender-education relevance (Table 7 ). In the case of the motivation factor basic salary we would like to point out significant differences at a 5% level of significance between men with basic education and women with basic education, between men and women with GCSE (upper secondary education) and without GCSE (lower secondary education), and between male university graduates and women with primary education and high school education with and without GCSE. It seems that for men with basic education and men with university education, basic salary is a much more significant motivational factor than for women of any education level. Although financial incentives do not have long-term effectiveness, our findings give managers a tool to motivate employees in the form of additional financial benefits such as rewards and bonuses. The findings confirm WH3 partially. The base salary is very important for women with primary and higher education. 
Motivation factor: good working team
Understanding among members of a working team is very important for the development of the company. It may also positively affect their work performance. Cooperation of employees brings a number of benefits, for example, they can advise each other and co-work. A good working team can also be a strong motivation-enhancing element. Sometimes a good working team can be even stronger motivation than financial motivation. We noted that as many as 89.37% of the respondents evaluate the motivation factor of a good working team as "very important" and "important" (Table 8 ). Based on Pearson's chi-quadrate test, we confirmed ( Table 9 ) that the level of education and the motivation factor of a good working team are interdependent (p-level ˂ 0.05), thus confirming WH1 for the motivation factor good working team. Based on Pearson's chi-quadrate test, we can conclude (Table 10 ) that gender and motivation factor of a good working team are interdependent (p-level ˂ 0.05). Men considered good working team to be "important" whereas women considered it "very important", we thus confirm WH2 for the motivation factor of a good working team. Based on Tukey's HSD test results (Table 11) , for motivating factor of a good working team we can conclude that there are significant differences in results concerning women with secondary education with and without GCE, female university graduates and the results of other groups of employees. Different perceptions can only be seen in the relationships between women with primary school education and men with university education. The finding confirms WH4. This motivation factor is statistically more significant for women than for men. Women are based on good relationships more than men. Working relationships are very important especially for women with higher education.
Motivation factor: job security
A permanent job provides the source of income necessary for life. It is also important to have job security for various age categories. Job security plays different roles for young people and for family providers. People afraid of possible losing of their jobs often accept lower wages and worse working conditions. We noted that 86.79% of the respondents evaluated the motivation factor job security as "very important" and "important" (Table 12 ). Based on the results relative frequency for motivational factor job security (Table 14 ) and on the results of Pearson's chi-quadrate test, we can confirm (Table 13 ) that the level of education and the motivation factor: job security is interdependent (p-level ˂ 0.05). We thus confirm WH1 for motivation factor job security. Based on Pearson's chi-quadrate test, we can state (Table 15 ) that gender and motivation factor job security are interdependent (p-level ˂ 0.05). We thus confirm WH2 for motivation factor job security. Based on Tukey's HSD test (Table 16 ) for the motivation factor of job security we can conclude that, in terms of gender and education, significant differences have been detected at a 5% level of significance among all male education-level groups and female education-level groups, with the only exception being female university graduates correlated to men with primary education, high school with and without GCSE and female high school graduates without GCSE and men with high school education without GCSE. Based on the findings, WH5 was confirmed partially. The high importance of job security for women can be given by the current high number of women who are family-breeders, for various reasons. Women with university education are an exception. Their self-confidence in the subsequent early employment following the possible loss of employment can be the reason. that there are prejudices towards women at the workplace, and that is what makes them more assertive and increases their effort to compete in the workplace. We have also come to the conclusion that women consider a good working team to be more important than men do. This is also the case for the motivation factor of basic salary, where men have expressed a neutral attitude whereas women considered this factor very important. With the job security factor, the situation is similar, with the difference that men assign it important level and women consider it very important. At the same time, we assumed that there are gender differences in terms of motivation. Our research confirmed these differences and also confirmed the existence of gender dependence and motivational factors.
Our findings confirm that women ascribe more importance to the studied motivational factors than men. We presume that the causes of different views between various sexes and specific motivational factors are due to the fact that women are more oriented toward social security. They care about working relationships, they mostly concern themselves with who thinks what about them, they learn to cooperate, adapt and make compromises in order to maintain good relationships.
Therefore, they demand more of the working atmosphere, for example, and require good working relationships with colleagues and senior staff. Men, on the other hand, have higher expectations and self-confidence. However, men also care about base salary and job security.
The issue of motivation was already discussed by Nguyen et al. (2014) . In their study, focused on Dutch respondents, they found out that Dutch employees with higher education were more motivated in relation to workplace relationships than those who had not obtained a secondary education. Freund's research (2006) confirmed that educated employees are most motivated by success and the effort to improve their own performance.
With regard to university-educated employees, our results, similar to those reported by Lorincová et al. (2016) , confirmed that a good working team and job security are very important to such people, whereas the basic salary is only an important motivating factor. Peterson's research (2004) confirmed that both men and women appreciate when working relationships are satisfactory in the workplace, when they have the opportunity to grow and develop and when they receive recognition and respect for the work they have achieved.
In addition, women prefer a good working team whereas men more depend on the superior's approach. The results of this study show that an orientation toward workplace relations is the predominant style of leadership in the Netherlands. On the other hand, ArnaniaKepuladze's (2010) research does not match our results.
The author has not found a direct relationship between gender and motivation. On the other hand, according to Meece et al. (2006) , women need to fulfil needs such as family and the quality of their family life. Based on this statement, the authors of this research presume that the most important ways of motivating women are interpersonal relationships, security, social benefits, working environment, and the like. Inceoglu et al. (2012) say that differences between the sexes can be observed in relation to changes in life. For example, when women have a need to establish a family, their priorities may change. Hofstede (2001) concludes that the differences in male motivation consist mostly of income, promotion, and responsibility. Women appreciate the friendly atmosphere, prestige, challenge, importance of work, job security and mutual cooperation. Tohidi and Jabbari (2012) found that men usually put the emphasis on salary, whereas the women prefer professional development.
Conclusions
We conclude that both of our working hypotheses for the most important motivational factors have been confirmed. Our study has determined that, in Slovakia, gender and education significantly affect the level of motivation. Based on our results, we can state the following conclusions.
Men with basic education and men with higher education are motivated by the basic salary significantly more than women of any education level. At the same time, there are significant differences between women with secondary education without GCSE (lower secondary education), women with secondary education with GCSE (upper secondary education) and women with higher education compared to other groups of employees. Different perceptions can be seen only in the relationships between women with primary school and men with university education.
As for the motivation factor of a good working team, we determined that, with regard to gender and education, there are significant differences between women with secondary education without GCSE, women with secondary education with GCSE and women with higher education compared to other groups of employees. Different perceptions can be seen only in the relationships between women with primary school education and men with university education.
As for the motivation factor of job security, we noticed significant differences between all male education groups and women's education groups, except for the group of women with university education, males with elementary school education, secondary schools with and without GCSE and men without secondary education.
Employees are the most important factor in every business. Therefore, due attention must be paid to them. A satisfied employee values their job as well as their manager. They try to perform work at a high or above-average quality; a precondition for such high performance is, however, motivation.
Recognizing of employee motivation needs is a key factor in keeping an employee in the organization. In the current economic situation in Slovakia, when the unemployment rate is at the historical minimum, loyal non-inflating employees presents a competitive advantage at labour market. Our findings from the point of view of scientific benefits, as well as their practical use, enable business managers to target the motivation program on their employees according to their motivation needs. It is possible to specified by gender and education. There exist other possibilities of specializing motivation programs, according to the job position, seniority or age. Nevertheless, specialized motivation program can be a costly item, its effect is reflected in employee satisfaction. Satisfied employee can provide qualitatively high performance in the long run, so financial benefits can be highly profitable to the organization.
The diversity and specificity of the motivation needs of employees are the limitation of our research. This limitation can be eliminated by similarly motivated groups of employees that can be defined by cluster analysis. At present, financial and material stimulus factors are main motivation factors used by managers in Slovakia. Our research has shown that employees are interested in other motivation factors, too. Therefore, our recommendation for personal managers is to start using other motivation factors. At the same time, it is necessary to differentiate the creation of motivation programmes according to education and by gender focusing on similarly motivated groups of employees. This may increase the effectiveness of motivation programme and it can help to intensify satisfaction of employees at work, more effectively meet company's business goals, and increase competitiveness in the market.
